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Colleges Say Agencies 
Need to Intensify 
Recruiting Efforts 


Last fall, OPM surveyed placement 
directors at colleges and universities as 
well as personnel directors at Federal 
agencies. The questionnaires were 
designed to find out how colleges and 
universities perceive the Federal 
Government’s on-campus recruiting 
efforts and how agencies actually carry 
out college relations programs. OPM’s 
purpose in conducting the assessment 
is to develop an agenda for improving 
the Federal Government’s recruitment 
effort. 

Colleges and universities returned 

186 questionnaires (45%) and agencies 
returned 81 (34%). The findings echo 
information contained in the recently 
released report of the Commission on 
the Public Service (Volcker 
Commission). From the perspective of 
the colleges: 
s The Federal Government’s presence 
on many campuses is too limited and 
too sporadic to effectively promote the 
Federal Government as an employer. 

_ The Federal Government’s college 
relations efforts are poor to 
nonexistent on most of the campuses 
from which responses were received. 

(See "Colleges Say...", page 5) 
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Computer Field Fast Changing 


The Bureau of Labor Siatistics 
reports that the numbers of computer 
jobs in Government and in the private 
sector will continue to grow through 
the year 2000 At the same time, 
agencies expect continued difficulty in 
attracting and _ retaining skilled 
computer specialists in many parts of 
the country. The resulting workforce 
dynamics create major challenges for 
personnel shops which have computer 
organizations as clients. 

The size of the computer workforce 
is relatively large and has doubled in 
less than 14 years. Federal agencies 
row employ about 40,000 Computer 
Specialists (GS-334 series) and 2,000 
Computer Scientists (GS-1550). 
Computcr People on the Move 

Promotions account for the greatest 
job movement in the career field. 
More than a quarter of the incumbents 


Success Not Easy in Filling 
Computer Jobs 


Some agency managers are very 
successful in ing computer 
specialists, in spite of\pay and other 
problems which frustrate many of their 
counterparts. The secret of their 
success is personal involvement in 
recruiting plans and actions. 

"We are not going to have much 
luck just by sending a form 52 to 
personnel or posting a vacancy 
announcement which reads like the 
Federal Register,” said Jack Landers 
after leading two national conferences 
for top managers in the information 
resources field. According to Landers, 
GSA’s Director of Administration for 
Information Resources Management, 


(See “Success...", page 6) 
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are promoted each year. In addition, 
nearly one in five is reassigned and 
over 6% are new accessions. 

The pattern of accessions and 
separations shown in Graph 1 might 
give the impression that agencies are 
training people in computer jobs, only 
to see them leave as they reach senior 
levels. The facts are more complex 
than that. 

Agencies hire more Computer 
Specialists at GS-11 and above than at 
grades below GS-11. When transfers 
from other agencies are added, the 
average grade of a new accession is 
even higher. 

The rate of "cuits" is greater at the 
higher grades for computer jobs. This 
may appear unusual when compared to 
Other job series, where the turnover 
rates are greatest at the lower grades. 

(see “Changing...", page 2) 


Turnover In Federal Computer Jobs 
Does not include promotions 
(GS-334 & GS-1550) 
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("CHANGING...", from page 1) 


The difference, however, is not 
surprising, since the strongest predictor 
of "quits" is known to be a short 
length of service. Many of the quits 
from higher grade computer jobs have 
been those with few years of service. 

Separations shown in the graph also 
include retirement levels which are 
about normal for the higher grades, 
although they were slightly higher in 
1988 due to early-outs in DOD. The 
transfers, in and out, offset each other 
and account for just over 2% of 
accessions or separations. 
Women Increase Share 

Women are taking an increasing 
share of computer jobs in Government 
and in the private sector. They are 
also taking an increasing share of 
Computer Science degrees. {Graphs 2 
and 3] 
The Role of Education 

Most Federal employees working as 
computer specialists do not have col- 
lege degrees, but this is also changing. 
In 1976, 57.8% of those in the 
GS-334 Computer Specialist job series 
had no degree. By 1986, the 
percentage was down to 52.8%. This 
change reflects the fact that more new 


hires have degrees, even if few of those 
entering computer specialist jobs 
actually hold computer-related degrees. 
OPM in December 1988 changed its 
qualification standards to make it 
easier for applicants with computer 
degrees to be hired. 

Changing Duties 

The nature of Government 
computer work is constantly evolving 
to accommodate new technology, 
"distributed processing" through the 
use of personal computers, and 
increased management of computer 
contractors. A 1987 report of surveys 
conducted by GSA observed that OPM 
job classification standards may have 
been out of date in some descriptions 
of computer work, but concluded that 
the standards did not prevent effective 
position structuring and management 
in agencies. 

In 1988 OPM modified the GS-1550 
Computer Scientist classification 
standard to include computer applica- 
tions work, as well as_ research. 
Pending input from other agencies, 
OPM will likely supplement the 
GS-334 Computer Specialist Standard 
to include work supporting end-users 
of PC’s. [GSA, Information Resources 
Management Service, "Solutions to 
Emerging IRM Personnel Problems," 
September 1987] 


Building Quality through 
Entry-Level Training 

The goal is improving the quality of 
the Federal workforce; the method is 
the Clerical Apprentice Program 
(CAP). As reported in the spring 
issue of Digest, OPM has a new 
program for clerical apprentices. The 
seven high school graduates have now 
completed training in mathematics, 
communications, office skills, and 
computer literacy, as well as work 
habits and _ attitude. On-the-job 
training followed the classroom 
assignments. OPM managers in offices 
where the apprentices worked said that 
the trainees were motivated, 
competent, and ready to take their 
places in the Federal workforce. 

To share the results of the CAP 
program (and efforts in other 
departments and agencies), OPM and 
the Departments of Agriculture and 
Labor, and the Panama _ Canal 
Commission have formed the Federal 
Advisory Council on _ Entry-Level 
Training. The Council will soon issue 
a program development guide which 
includes performance and _ cost 
information on five existing entry-level 
training programs along with a "how- 
to-do-it" manual. [Cheri Bridgeforth, 
OPM, (202) 632-7370, Wendell Joice, 
OPM, (202) 653-5703] 


WomMEN GAIN AS COMPUTER FIELD Grows 


Growth in Federal Computer Specialists 
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Computer Science Bachelor's Degrees 
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Project "LIFE" Gives 
Credit Toward Degrees 


Through Project LIFE (Learning 
Imparted from Experience), a pilot 
program recently completed by the 
Food and Drug Administration (FDA), 
employees earned credits toward an 
associate or baccalaureate degree based 
on their work and liic experiences. 

Five educational institutions 
participated: American University, 
University of Maryland, Montgomery 
College, Prince Georges Community 
College, and Thomas Edison State 
College. 

To enter the program, employees 
had to have at least five years of 
Government service, a high school or 
equivalent diploma, and a favorable 
performance rating. 

FDA paid for any job-related credit 
and offered special flexibility to 
employees enrolled in the program. 

In addition to taking courses 
evaluated by the American Council on 
Education, employees earned credits 
in other ways: by taking standardized 
exams (CLEP tests) which offer credit 
for proficiency in certain areas, or by 
taking “challenge examinations," which 
predict the probability of passing 
Standards for specific courses. 
Employees also received credit for 
licensure in degree-related fields, or by 
developing a _ portfolio of — their 
experiences. /Ellen Klag, FDA, (202) 
443-3310] 


Bulletin Boards at Work 


"Bulletin boards" allow computer 
users to communicate over telephone 
lines through a central point. OPM’s 
area Offices are using these systems to 
provide Federal job information to 
applicants, college placement offices, 
veterans’ and community groups, 
public libraries, State employment 
Offices, and minority and women’s 
groups. 

The Newark Area Office system 
allows users to search for a specific 
job title. The Honolulu Area Office 
uses its "Best Bets List" to highlight 
hard-to-fill jobs. The Detroit Area 
Office describes its system as user 
friendiy and pocketbook friendly since 
users can, for the price of a phone 
call, "download" information into their 
own computers to be read or printed 
at leisure. 

Navy’s Office of Civilian Personnel 
Management is using bulletin boards 
to connect its seven regional offices, 
located from London, England to 
Pearl Harbor, Hawaii. Files are 
transmitted directly, in their original 
word processing format. An advantage 
of the bulletin board over the fax 
machine is the ability to print an 
original. Navy also uses scanners to 
reproduce source documents (advance 
copies of FPM issuances, for example). 
Archival procedures are used to reduce 
the transmission time for extremely 
large files. 


American 13-Year Olds Behind in Math, Science 


In 1988 the Educational Testing 
Service (ETS), which produces the 
College Board exams, conducted its 
first assessment of international 
education. The study involved 
thirteen-year-olds from six countries, 
including Canada, the United States, 
and Korea. The results of the 45- 
minute mathematics and science tests 
taken by the students showed Korean 
children ahead in mathematics and in 
the second group in science. USS. 
students scored last in both tests. 

In analyzing the differences between 
Korean and American students, ETS 
found an inverse relationship between 


the amount of television watched and 
the test scores. In the U.S., 31% of 
the thirteen-year-olds watch five or 
more hours of TV per day. Only 7% 
of Korean children report watching 
this much television daily. According 
to the ETS, other factors which may 
have some bearing on test scores 
include the amount of homework done 
and the importance attached to math 
and science by schools and society. /A 
World of Differences-An_International 
Assessment of Mathematics and Science, 
Archie E. Lapointe, Nancy A. Mead, 
and Gary W. Phillips, Educational 
Testing Service (1989)] 


Federal Computer Jobs 
Concentrated in Six Areas 


Over half of all civilian computer 
specialists working for the Federal 
government are located in_ six 
metropolitan statistical areas. The 
Washington, D.C. area alone accounts 
for more than a third of the jobs and 
nearly half of all the jobs are 
geographically close: D.C.; Baltimore, 
MD; Harrisburg, PA; and Norfolk, VA. 
The other areas with over 1,000 
computer specialists are Denver, CO. 
and San Diego, CA. Worldwide, the 
Navy is the largest employer, and 
Army is a close second. 

The nation’s capital and three 
eastern states may have the greatest 
concentration of Federal computer 
specialists, but they produced under 
5,000 of the Computer Science degrees 
awarded in 1986-87, about 12% of the 
national total. 

Recruiters looking around — the 
country for candidates with computer 
science degrees will find most in the 
more populous states of New York, 
California, Pennsylvania, Illinois, and 
Texas--in that order. 


Locations With Over 1000 Computer 
Specialists (GS-334 & GS-1550) 
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GAO to Revise Guide 


GAO plans to revise its 1980 
Handbook for Government Workforce 
Requirements, which it has used to 
evaluate agencies’ workforce planning. 
OPM and agencies will help. 


OPM Allows Agency Use 
of Temporary Help Firms 
On January 25, 1989, OPM 


announced a new policy which allows 
most Federal agencies to call in 
short-term reserve or backup support 
from outside temporary help services. 
The services are allowed for 
employees’ personal emergencies and 
for critical workload crunches. 

Use of temporary help service em- 
ployees ("outside" temporaries) is 
optional, and no agency is required 
to use them. OPM is not involved in 
securing these services for agencies 
and plays no part in the procurement 
process. 

OPM Requirements 

Under OPM regulations, an agency 
may use the services of temporary 
help firms either for: 

s Individual employee absences for 
accidents, illnesses, maternity, 
parental or family responsibilities, or 
» A sudden or unexpected critical 
workload need, provided the need 
cannot be met with an agency’s 
current employees or through the 


hiring of civil service temporary 
employees. For this purpose, 
personnel office files must be 


checked for veterans (30% or more 
disabled), other applicants, and 
former employees with reemployment 
priority. 
Temporary help services may not 
be used: 
¢ For 
work, 
« When permanent civil service ap- 
pointment should be made, 

« To displace a Federal employee, 

« To meet a recurring, cyclical work- 
load, or 

¢ To fill in for vacations. 

No one employee of a temporary 
help service may work at an agency 
more than 45 days in any six-month 
period. Overall use of such services 
may not exceed 120 days in any one 
Situation, unless the time limits are 
expressly extended under OPM 
regulations. 

The purpose of the time limits is 
to control costs, to avoid the ap- 
pearance of an employer-employee 
relationship, and to keep use focused 
on the short-term relief the policy is 


managerial or supervisory 


designed to provide. For meeting 
longer needs, agencies should use 
other staffing tools. 

Joint Personnel-Procurement Effort 

To use the services of "outside" 
temporaries, agencies may choose 
from a wide variety of procurement 
approaches, ranging from simplified 
procedures for small purchases 
(either one-time purchase orders or 
blanket purchasing agreements 
covering a period of time) all the 
way to negotiated contracts. 

In each agency, personne! and pro- 
curement officials should work close- 
ly together. The agency’s procure- 
ment office (not OPM) is the source 
for all instruction and advice on pro- 
curement requirements and can iden- 
tify the available procurement ap- 
proaches most suited to an agency’s 
needs. 

Looking Over Temporary Help Firms 

The following generic criteria, 
drawn from the experiences of 
agencies who have used temporary 
help seivice firms and from the 
industry, may be helpful. 

In negotiated contracts, for ex- 
ample, the award is made to the firm 
whose response is found to be in the 
best interest of the Government, 
considering price and other factors, 
and measured against evaluation cri- 
teria published in the agency’s 
solicitation. Even when using less 
Structured procurement approaches, 
it is good to have clear expectations 
of service in mind. Further inquiry 
Should reveal how’ cach firm 
performs its regular work as well as 
how it is likely to respond to the 
agency’s _ needs. In creating 
evaluation § criteria, consider such 
factors as the firm’s: 

Quality of Recruitment 

¢ interviewing, testing, reference 
checking, and selection procedures, 

e system for classifying and retrieving 
employee skills to meet needs of 
clients, 

e type and extent of training given, 

¢ number and location of local of- 
fices (when important), and 

e employee support, including bene- 
fits, recognition, etc. 

Quality of Clicnt Service 

¢ placement ability: procedures for 
receiving and filling clients’ orders 
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promptly (within agreed time span) 

and effectively, 
¢ time required to confirm order, 
¢ replacement ability, 

* service guarantee, and 

¢ quality assistance tools for tem- 
porary employees, including 
progress checks and __ technical 
support while on assignment. 

Expericnee and Reliability 

¢ references from other clients, 

¢ compliance with employer's obliga- 
tions toward temporary employees, 

¢ insurance coverages, 

¢ financial and management capabil- 
ity, 

¢ ability to produce usage reports for 
clients, if needed, and 

¢ billing and collection procedures. 

If possible, make reciprocal visits 
to interested firms. See how they do 
business with their clients and job 
candidates, and let them have a first 
hand look at the work site and oper- 
ations. 

For the Future 

OPM will keep the policy under 
Study. As agencies gain experience 
over the next 2 to 3 years in using 
outside temporaries, OPM plans to 
evaluate the policy more formally to 
see whether continuation or modifica- 
tion is necessary. /FPM Bulletin 300- 
90, February 9, 1989. Field offices 
Should direct questions to their 
agencies’ headquarters. | 


--Thomas O’Connor, OPM 
TS 
CAREER AMERICA PORTFOLIOS 


The Career America portfolios may be 
ordered through the OPM Rider System 
or the Superintendent of Documents. U.S. 
Gov't Printing Office, Washington, DC 
20402. For further information, call the 
OPM Recruiting Manager in your region. 


Atlanta (404) 331-3455 
FTS 242-3455 
Chicago (312) 353-2930 
FTS 353-2930 
Dallas (214) 767-8235 
FTS 729-8235 
Phildelphia (215) 597-4407 


FTS 597-4407 


San Francisco (415) 974-9764 
FTS 454-9764 


Washington, DC (202) 653-9264 
FTS 653-9264 


"Marketing" Federal 
Employment to Young 
Professionals 

College recruiting, a long-neglected 
agency function, will take on greater 
importance in the years ahead. While 
the need for active campus work is 
clear, other useful techniques for 
agencies may be less obvious. 

The U.S. General Accounting Office 
(GAO) recently met with groups of 
college students and new Federal 
employees to identify ways the 
Government can "sell". Federal 
employment to college graduates. 
Although GAO will not draw any 
conclusions until the series of 
discussions is completed, four good 
suggestions for making Federal 
employment more attractive have 
already surfaced: 

s Provide more information to 
applicants. The students (and new 
employees) felt their college placement 
offices in many instances had little 
more than the most general 
information, and many students who 
contacted the Office of Personnel 
Management, or an agency, said they 
had trouble finding out about specific 
occupations or jobs. 

a Use more effective recruiting 
techniques. The students considered 
recruiting brochures, videos, and in 
some cases, career fairs, useful but 
somewhat impersonal. What 
impressed them most were one-on-one 
contacts with agency employees. They 
Suggested that this can be 
accomplished through in-class 
presentations by agency managers, 
inviting students to visit an agency 
facility, or by agencies sending 
knowledgeable, enthusiastic recruiters 
to college campuses. 

s Simplify the application and selection 
process, which is now seen as 
confusing, untimely, and discouraging. 
Students may be confused by 
Government terms such as 
"competitive service,” "direct hire,” and 
"delegated examining authority.” 

s Make Federal pay more competitive. 
Although the students were quick to 
say that money is not their primary 
motivator, many believed that entry- 
level government salaries are far too 
low. Those that responded agreed that 
$18,000 to $20,000 would be sufficient 


for students with bachelor’s degrees, 
and $28,000 to $30,000 would be 
sufficient for studenis with master’s 
degrees. These figures are below most 
average entry-level offers reported by 
the College Placement Council for 


mater. Pair the executive with a 
recent hire who is also a graduate. 
The team then works with the 
school to coordinate on-campus 
piograms, set up contacts, and do 
general P.R. to enhance agency 
visibility on campus. 


sHost/Hostess: Find an agency 
employee who could host potential 
recruits or new employees during 
their first few weeks on the job. 
Match by factors such as college, 
career field, interests, or 
hometown. 


eCampus Contact: Invite 
important campus officials (faculty, 
deans, career center directors) to 
tour the agency facility. (See FPM 
chapter 571 for information on 
paying for travel.) 


eStudent Newspapcrs: Ask 


Student newspaper reporters to 
write articles about the installation 
or agency, or have new entry-level 
professionals wiite articles to 
submit to their college 
newspapers. An article appearing 
in advance of an on-campus 
recruiting visit is helpful. 


eTcll a Friend Program: Suggest 
new hires, summer students or co- 
ops invite a friend to spend a day 
at ork with them. Arrange for 
agency Officials to spend time with 
the visitors. 


1988, but well above Federal entry- 
level pay scales. /"College Students’ 
Perceptions of the Federal Government 
as an Employer," (GAO/T-GGD-89- 32). 
Call (202) 275-6241 for copies.] 
--Robert Goldenkoff, GAO 


"COLLEGES SAY...", from page 1) 


s The Federal Government is not seen 
by most college students as an 
employer of first choice. 

The agencies’ responses may indicate 
reasons for the Government’s poor on- 
campus image. Of the agencies which 
responded: 


¢ 58% have no budget for college rel- 
ations or recruiting, 

« 49% have no budget for advertising, 

¢ 53% said their on-campus inter- 
viewers receive no training, 

¢ 66% responded that recruiting is a 
“collateral” duty, and 

¢ 50% have no college recruiting bro- 
chures. 


In developing its agenda to deal 


with recruiting issues, OPM is 
prepared to work vigorously with 
agencies to: 

e Educate) managers about the 


significance of the "quiet crisis" in 
recruiting skilled workers and make 
them aware of the impact of 
demographic shifts, 
s Assist management to establish 
ongoing college relations programs 
which can be competitive through the 
next decade, 
es Train recruiting professionals to 
carry out effective on-campus 
recruiting programs, 
es Develop quality marketing and 
communications tools to inform 
Students of the worth of public service, 
« Continue mainstreaming affirmative 
employment and student programs 
with recruiting and employment 
efforts, and 
e Inform academic professionals about 
Federal Government’ career 
Opportunities, procedures for filing 
applications and taking examinations. 
An overview of the results of OPM’s 
recruiting study will be shared with top 
agency officials. 


SPECIAL EVENTS CORNER 


Date 


6-9 


5-10 


OCTOBER 
All 
month 


24 


44 


20-22 


31- 
Nov. 3 


Activity/Location 


American GI Forum Nat'l Convention 
(Omaha, NE) 


AMVETS Nat'l Convention 
(Grand Rapids, MI ) 


Paralyzed Veterans Nat'l 
Convention (Portland, OR) 


Blinded Veteran's Association 
Nat'l Convention (Denver, CO) 


Blacks in Government Nat'l Conference 
(Washington, DC) 


Veterans of Foreign Wars 
Nat'l Convention (Las Vegas, NV) 


Women's Equality Day 
Special Observance 


The American Legion 
Nat'l Convention (Baltimore, MD) 


U.S. Hispanic Chamber of Commerce 
Annual Convention (New Orleans, LA) 


National Rehabilitation Association 
Nat'l Conference (Orlando, FL) 


National Hispanic Heritage Month 
Special Observance 


Historically Black Colleges and 
Universities Nat'i Conference 
(Huntsville, AL) 


Hispanic Association of Colleges 
and Universities (HHACU) 
Annual Conference (Phoenix, AZ) 


National Disability Employment 
Awareness Month 


National Congress of American 
Indians Annual Convention 
(Oklahoma City, OR) 


American Society for Personnel 
Administration, Georgia 
Regional Conference (Atlanta, GA) 


1989 Annual “Outstanding 
Federal Employee with Disabilities” 
Award Program (Washington, DC) 


National Association of Schools of 
Public Affairs and Administration 
(Atlanta, GA) 


Federal Job Fair 
(Mayaguez, Puerto Rico) 


Contact 


Cecil Lira 
(512) 887-1059 


Morgan Ruph 
(301) 459-9600 


Pam Davis 
(202) 872-1300 


Mona Thomas 
(202) 371-8880 


May Napier 
(202) 638-7767 


Cooper Holt 
(202) 543-2239 


Agency EEO/ 


Personnel Offices 


John Hanson 
(202) 861-2700 


USHCC Convention 
Services (816) 531-6363 


Judith Peck 
(703) 836-0850 


Agency EEO/ 


Personnel Offices 


Roy Gregg 
(205) 348-6422 


‘esar M. Trimbe 
Gine Gonzalez 
(512) 433-1501 


Agency EEO; 
Personnel Offices 
Gail Chehak 


(202) 546-9404 


Linda Diaz 
(404) 564-5100 


Priscilla Levinson 
(202) 632-4641 


Jackie Grey 
(202) 628-8965 


Jose Maldonado 
(809) 265-2222 


"SUCCESS" (cont'd from page 1) 


"those who work at it seem to 
succeed." Conference participants 
reported success with: 

s Regular campus visits, 
s Targeted advertising, and 

s Cooperative education programs. 

At the same GSA-sponsored 
conferences were managers who were 
unfamiliar with staffing tools already 
available: direct-hire authority granted 
to agencies in the Washington, D.C. 
area (and which can be requested in 
other locations); the availability of 
special pay rates in several parts of the 
country; marketing materials developed 
by OPM as part of the "Career 
America” effort; and authority to use 
private-sector recruiting firms. 

GAO confirmed in a February 1989 
report that half of the IRM executives 
it surveyed were uninformed about 
OPM programs which could help their 
recruiting. The report did not 
determine why, but since OPM policy 
changes are directed to agency 
personnel offices, there may be a 
communication breakdown — within 
agencics. 

The same GAO report stated that 
"the average Federal entry-level salary 
(GS-5) for a computer programmer is 
$15,118, compared to $22,531 paid by 
the private sector for similar work." 

GSA _ continues to help IRM 
managers in dealing with common 
problems and expects to host a third 
conference in 1990. [GAO- 
IMTEC-89-12BR “Recruitment and 
Retention of Federal ADP Personnel"] 


Fall: Recruiting 
and Retaining 


Quality Employees 
in Clerical Jobs 


Computers Give Access 
to College Grad Resumes 


Although no one argues for 
eliminating the human element in 
college recruiting, today’s computer 
technology offers alternatives when on- 
campus visits aren't _ practical. 
Database systems provide access to the 
resumes of college students for 
recruiters with personal computers. 
This means thousands of student data 
files can be scanned and sorted by 
several criteria, such as school, major, 
grade point average, geographic 
preference, career preference, and 
other variables. Among firms which 
provide database recruiting services to 
college recruiters are: kiNexus in 
Bethichem, Pennsylvania, (215) 974- 
9812; HRIN in Indianapolis, Indiana, 
(317) 872-2045; Resume-Link in 
Columbus, Ohio, (614) 771-7087; and 
Skill Search in Nashville, Tennessee, 
(615) 791-4121. 

For example, kiNexus, is available 
free of charge to students and colleges. 
Students obtain the floppy disks from 
participating career planning and 
placement offices and then enter their 
resumes in some 30 different 
categories. The students’ input 
becomes part of the college database, 
which is accessible to potential 
employers who subscribe to the service. 

Some systems give employers an 
Opportunity to “advertise” on a special 
introductory screen for all or a few 
selected schools on the system. This 
special screen appears each time a 
student uses the system. 

The "instant access" to college 
graduatcs via database may be 
advantageous to smaller agencies with 
limited recruiting budgets. 


Recmuiti Hightights and 
Staffing Digest erge 

OPM'’s new periodical, the Federal 
Staffing Digest, has now expanded to 
include the popular Recruiting 
Highlights. Federal employers can now 
find in one publication information on 
planning, recruiting, and staffing a 
quality workforce. Those interested in 
a copy of the spring 1989 issue of 
Digest should send a mailing label to 
"Reprint Editor,” Room 6504, OPM, 
Washington, DC, 20415. 


MSPB Conducts Survey 


This summer 24,000 Federal 
employees will voice their attitudes 
and opinions in the third U.S. Merit 
Systems Protection Board (MSPB) 
Survey On personnel issues of current 
interest to Federal managers and 
employees. The survey will address 
issues including pay, performance 
management, quality of job applicants, 
individual performance or disciplinary 
problems, and the effectiveness of the 
Senior Executive Service. Earlier 
surveys were conducted in 1983 and 
1986. 

The sample of respondents has been 
structured so that the information will 
be representative of the entire full- 
time permanent executive branch civil 
service and of each of the 22 largest 
Federal departments and independent 
agencies. Employees in the sample are 
receiving the questionnaire during July 
and August 1989. 

MSPB conducts surveys as one way 
of meeting its statutory responsibility 
for determining the health of the 
Federal civil service. Analyses of the 
data from the survey will be provided 
to the President and the Congress 
early in 1990. {Call (202) 653-8877 to 
receive a copy of the report.] 

--Harry Redd, MSPB 


Occupation Info on 
Computer Disk 


Job seekers (applicants and current 
Federal employees) will soon have 
another way to get detailed 
information about Federal occupations 
through FOCIS, the _ Federal 
Occupation and Career Information 
System, now under development by 
OPM’s Office of Personnel Research 
and Development. FOCIS will cover 
347 General Schedule occupations and 
will include descriptions of work, 
Salary and grade levels, minimum 
qualifications, numbers of people 
employed, related college majors, 
employing agencies, locations, and 
addresses to contact for employment 
information. FOCIS will be available 
on floppy disks to Federal agencies, 
colleges, and other institutions through 
the National Technical Information 
Service (NTIS). {Amiel Sharon, OPM, 
(202) 632-4192] 


Of Interest 


General 

Commiting to Excellence: Recruiting and 
Retaining a Quality Public Service. The 
Report of the Task Force on Recruitment 
and Retention to the National 
Commission on the Public Service 
(Volcker Commission). (202) 638-0307 


"Tips on Newspaper Advertising.” Free 
from Newspaper Advertising Bureau, 1180 
Avenue of the Americas, NYC, NY 10036. 


OPM 
Guide on Early Retirement Authority. 
See 3/20/89 memo to Personnel Directors. 


Changes in Reemployment Priority List. 
FPM Bulletin 330-84. 


Use of Temporary Help Services. 
FPM Bulletin 300-90. 


Use of Commercial Recruiting Firms 
FPM Bulletin 300-89; FPM Letter 300-35. 


Delegated Authority and Updaicd 
Instructions for Training Agreements. 
See subchapter 7, FPM chapter 338. 


New Medical Policy. FPM chapter 339. 


New Ways to Select Candidates for 
Excepted Positions. FPM Bulletin 302-6. 


Streamlined Procedures for Pre- 
employment Interview Expenses. See 
4/19/89 memo to Personnel Directors. 


Introduction to the Qualification 
Standards Handbook. Sce advance copy 
dated 6/19/89. 


Qualification Standards Update, July 1989, 
includes technical note re: GS-1102, 
contracting sevies. 


Extension of Direct Hire Authority for 
Accountants. FPM Bulletin 332-92. 


Automated Applicant Referral System 
(AARS) opened in July. Sce 5/2/89 memo 
to Personnel Directors. 


Commerce to Automate 
Referrals of Disabled 


Beginning this fall, computerized 
Commerce Department vacancy 
announcements will generate lists of 
qualified individuals with disabilities 
from an applicant pool. Applications 
will then be sent to selecting officials 
for employment consideration. The 
new effort should help meet an 
objective of the Department's Selective 
Placement Program: to consider 
qualified individuals with disabilities 
for every vacant position. /Ray 


Pagliarini, Commerce, (202) 377-4861] 


OPM and MSPB Hold 
Workforce Quality 
Assessment Conference 


On May 8, OPM and MSPB jointly 
sponsored an invitational conference 
on workforce quality assessment. 
Approximately 100 representatives of 
Government and private organizations 
wrestled with quality issues related to 
applicants, hires, and experienced 
employees. Evangeline Swift, MSPB’s 
Director of Policy and Evaluation, and 
Marilyn K. Gowing, Assistant Director 
for OPM’s Office of Personnel 
Research and Development, hosted the 
conference. 

Panels focused on private sector as 
well as public sector perspectives on 
workforce quality. Speakers from 
private companies stressed the 
importance of organizational culture 
in promoting a quality workforce--a 
culture which emphasizes employee 
training and development, and which 
recognizes and rewards employee 
performance. Although agreeing with 
this emphasis, a majority of the 
participants on the public sector panel 
expressed concerns about the 
competitiveness of the Federal 
workforce and how perceptions of 
declining quality could become a sclf- 
fulfilling prophecy. Speakers suggested 
that these concerns underscored the 
need for research and development of 
a database on trends in Federal 
workforce quality. 

Luncheon speaker Daniel Levinson, 
Chairman of MSPB, stressed the 
importance of agency cooperation in 
addressing workforce quality issues. 
Curtis Smith, OPM’s Associate 
Director for Career Entry and 
Employee Development, also a 
luncheon speaker, pointed out the 
critical need for more information, 
since important decisions on issues 
related to workforce quality now must 
be made without adequate dz 1. 

Conference participants discussed 
why workforce quality should be 
Studied; the methods which should be 
used; the techniques used by non- 
Federal organizations; and how Federal 
and non-Federal organizations can 
coordinate their efforts. A written 
transcript of the conference will be 
available. {Sandra Payne or Jay Gandy, 
OPM, (202) 653-5366] 


Agencies Try New Ideas 


to Woo College Grads 

es Army talks’ with prospective 
employees through "CARTS", its 
Campus’ Relations Through 
Teleconferencing System. CARTS is a 
portable teleconferencing system run 
through the Sprint telephone network 
which allows’ for face-to-face 
communication between student and 
potential employer. /Laverne Jones, 
Army, (202) 325-9273] 


s The “extern” program, a week long 
internship offered by the University of 
Virginia and several other schools may 
be an inexpensive recruiting method. 
During vacation, college students who 
meet selection criteria spend time 
with, interview, and observe first-hand 
what professionals in their ficld are 
doing. Last year, UVA placed 800 
students with public and private 
organizations, including the Gencral 
Services Administration and the 
Department of Health and Human 
Services. /Joanne Mahanes, University 
of Virginia, (804)-924-8900] 


s General Accounting Office (GAO) 
staff members serve as Adjunct 
Professors at the University of 
California, Los Angeles (UCLA) where 
the agency is reported to have "high 
visibility.” 


FPM Bulletin Says 


Interpret Training 
Authority Broadly 


A recent Federal Personnel Manual 
Bulletin has reemphasized the broad 
authority of the Government 
Employees Training Act, stating that 
decisions about training "must rely on 
the vision and judgment of line 
supervisors and managers." The 
authority is described as important in 
dealing with needs outlined in the 
Civil Service 2000 report published by 
OPM last year. 

The policy § statement reminds 
agencies that they may authorize 
training “not just to enhance skills in 
doing the job the same old way,” but 
also to invest in people who can then 
handle changing work requirements 
successfully. /FPM Bulletin 410-127, 
May 24, 1989] 


Job Hotline Speeds 
Access to Jobs 


The “Career America College 
Hotline” will soon be available on a 
nationwide basis. Applicants will dial 
a 900 number (at $0.40 per minvic) to 
find out about’ Federal job 
Opportunities, application procedures, 
and employment benefits. Using any 
kind of telephone, callers will select 
the topics they wish to hear about, 
including specific Occupations such as 
Accountant/Auditor, or Nurse 

Options include specific agency re- 
cruiting messages for positions where 
needs are critical. Callers will also be 
able to request application forms for 
jobs described on the Hotline. 

The 900 number will be ready by 
this fall and will oc published through 
school placement offices and other 


means. /Paul Carr, OPM, (912) 744- 
2168} 

Simplifying the Test 

for Non-PAC 


Law Enforcement Jobs 

As part of its ongoing commitment 
to more effective recruitment 
procedures, OPM has completed the 
initial phase of a project to simplify 
the testing process for the three 
occupations of guard, police officer, 
and deputy U.S. marshal. The jobs are 
not part of the professional and 
administrative career (PAC) grouping. 

This initial phase involved a 
rigorous job analysis of 756 incumbents 
in the three occupations in nine 
agencies. First, experts determined the 
abilitics required to perform the work 
in cach of the three occupations. An 
analysis was then done to establish 
linkages for each of the three 
occupations to see if a common test 
was appropriate. Analysis of the data 
determined that the rank orderings of 
the sevenicen identificd abilitics were 
almost identical for the _ three 
occupations. That is, the same 
abilitics tended to be considered more 
important (or less important) for cach 
of the three occupations. 

This prelirainary research strongly 
Suggests it will be possible to construct 
a single, valid exam for the three non- 
PAC law enforcement occupations. 
[Fran Brogan, OPM, (202) 653-2598] 
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